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ABSTRACT:

A survey was conducted to asseea the attitudes of faculty
and students: regarding the mentoring relationahip. Sixteen
(16) faculty members and eixty (60) doctoral students in i
_clinical and'cgunseling psychology from a mediun sized univers
.81ty within the'eoutheaet-ccmpleted‘the eurve&; ‘The queetion-
. haire was organized into four major areas, These inciuded’
| definitions of the mentor-protege relationship, aelf-ratings
'of mentor and protege personality traita and behaviors, : -
'environmental influences on the nentoring process and frequency |
-~ of the relationship within the department, Reeulte indicate
that. studkhte and taculty generally hcld‘eimilar'perceptione

of mentoring and think it is a valuable process, Significant'

differences were found on behavior scores with applied faculty
,”membera and third year studente ecoring higheet on a measure
aseeeeing mentor and protege type behaviore. While the vast
majory ty (94%) of students feel they would like to become e
.involved in a mentoring relatiopahip if the opportunity existed, | ‘
only 43% feel mentoring is occurring in the particular program,
The inveatigation may have served to increase awareness of the o

mentoring process and providee aomewhat of a“foundation in

future research for the development of workshopa,on_;eachingi ' ' .

the skills necessary in eatablishing and maintaining a mentor-

protege relationship,

iv
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The Mentor-Protege Relationship in Professional Psychology: SN
A Survey of Facilty and Student Attitudes |

¢
/There has been recent emphaeisiih'the buoiness.wonloland |
thelpopular press on the importance of ﬁentoring in the‘oareer
. ,developmeot'of young'proteseioneia, Mentoring has been |
described in thefiiterature-ns one of the most complex,
ihportent relationships in the career developmeot of young
';edu;*a (Levineon, 1978). The business world has been the first -
to recognize the importance of mentoring relationehipo in the
productivity and aatisfaotion of young managers. There seems
; to be a proliferation of newspaper and magazine articles which
;_Séive advice on how to obtain a mentor. In spite of this recent-
interest in the mentor-protege relationship, there hewe been

" relatively- few empirical studies. The.reaearch,thot has been

~ undertaken has been moetly-descriptive;‘anecdotal-studies of
| 'charecteristice-of aelf—reported.mentor;protege dyado.‘- ' ,/ - ;
While tLu ‘buaineaa world has. recognized the importanoe of - }/-"
'mentoring, very little notice hes been taken in academia. |
There is minimal study as to the role of professors, advisors,

hand'eupervisors in the-profeesionel development of their

graaﬁate“éﬁeaente; THs “purpose of—this“ﬁtudy“is—to—examinE““"—““'—"—*““———

the attitudea, neede and perceptione of atudents and faculty

) toward the mentoring process in & universityrbased, profeseional

1
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trainihg pfogram. This study is a first steplﬁg\::&idéfinitibn

of the mentor-protege relationship as it applies to graduate
training in prafessional psychology.

Reviev -f Literature

_Even though research and theoretical lit;rafure on
mentoring is very limited, attempts'have been made to define
and describe the process (Phillips, 1977; Kram, 1980; '
fAlleman, 1982) Philiips makes & distinction between primary -

‘ and_secondary mentors. Primary mentorg fake sacrifices and
I take risks for thelr proteges whiie seﬁondarxﬁmentors are
les; self,sacrificing, givins'aid_as part of the dutiea&bf
| ‘their job. She'goeslonito define mofives, kinds of aid and !
| stages of the relationship. 'Acéordina.tp Phillips, mentors
| r help proteges in.oréer tb'get their own work done, hs part
o - of their Jjob, as professional gatekeepers,ibecause successful
. subordinates make them look éood, to achieve vicariously,
to repay past favors or make future favors more likely, to
aid women, to develop cruclal su;grdinates, to make friends. |
or to derive satisfaction, or as part of the Generativity Stage
as described by Erickson, The kind of aid mentors give includes

: encouragamﬁnt,,teachins,_providing _opportunities, counseling,

help with career moves, role modeling, prbvidigg‘visibility,

' vfriendship, and exposure to power and excitement. Phillips

ER&C
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labels the slx stages of the mentoring process as l) 1nit-'

. iation, 2) sparkle, 3) development, 4) disillusionment §
5) parting, and 6 transformation. | |
" Kram (1980) has also developed & theory of mentoring, She
conceptualizes the mentoring Process along an onen systens
approach, The relationship is the-basic system, the
organization is the suprarsysuem in which the relationship
exists while the two individuals are considered the interacting
'subsystems. She classifies the relationship according to
functions and phases, There are two categories of functions, .
fcareer"snd_psychosooial. The five csreerafunctions ’
instrumental in advancement include: 1) sponsorshib, 2)
" exposure and visibility, 3) coaching, 4) protection, and 5)
| challenging work assignments. There are four psychosoecial
- functions involving- support and guidanoe which include. 1) role
‘modeling, z)acceptance and confirmation, 3) counseling, and 4)
friendship. Kram assumes the mentoring process is dynamic 4in
- nsture, changing over time, She- describes four p.ases
including initiation, cultivation, separation, and redefinition,
Kram goes on to describe possible motivations for entering a
‘Amentor.relationship,‘ She;suggests the motiuations.stem from
the developmental tasks of the individual's_adult career stage.’

The failure for some individuals to risk a mentor or protege

-~ role-is explained as unresolved ambivalence about dependeice

or intimacy.




Alleman (1982) does & good Job of integreting‘previous -
- theories, She examines specific behaviors end‘psychological .
. characteristics of those involved in a mentor reletionshin
// and compares them with those not involved. She also examines
) e interpersonal attraction and perceived similarity as a besis ‘
“//ii - for entering-a mentor relationship. Her findings suggest
'- ..there is no difference in personality characteristics between
mentor-protege dyads and nonmentoring pairs. The difference
f lies ‘in their behawiors.- She found that mentors ‘behave
.differently from nonmentors on 123 specifip mentoring behaviors.
Furthermore, perceived similarity was not a factor in mentor- |
protege selection. Mentors and proteges perceived each qther _
more like ideal opposites than like themselves. Alleman
concludes that the difference between mentoring and nonmentoring
dyads is a differepce in behavior not personal attributes and h
that the perceived similarity or actual similarity is not the°
basis for attraction in-these relationships.
The'literature,on mentoring-e;sumes that the“mentor-protege
~re1ationship is beneficial,. There hsve been very few empirical
| studies which actually document the value of mentoring. Roche
(1979) found that subordinates in effective relationships respond - |

more enthusiastically to their.superiors and adapt more readily
*::1_;1T:t0“their“superior's assigni-.ants than subordinates in ineffective
relationships, Thus, mentoring appears to be bcncfielal,on at

4




<

| 1egst"two variaﬁiea, career hdvancement a.d aatisfaction.
Collins and Scott (1978) further stress the positive

'benefits of. a mentor relationphip, Their article, "Everyone

. Who Makes it Has a Mentor", is an in’ depth interview with
'executivea of the Jewel Tea Company., ‘The Jewel Tea Gompany
has had a policy ror many years formalizing the mentor
‘ relationahip for young businoss manasers. .
1 Zaleznik (1977) suggests there is a difference between ?
) 'managers aﬁd~leaders; -it'is the development ZYleadership
’ which needs the benevolence of a mentor.  He asserts mentors
.teke risks with pqule. The risks do not always pay off but _
the willingneas to take thém appe@rs to be crucial in the
davelopment of leaders. .
Given all. the theory and assumptions that mentoring is ,of
| value, Wilbur (1979) prosents a "how. to" approach in developing
& boss a8 a méntor; He suggests potential proteges should sel
‘ the climate, offer feedback, give Japut, and encourage 6utput;
} o in.ordor'to groom upper management for the role of mentor. |
‘ | Laﬁely-there has been interest in what mentoring means
for wome.: (Shapiro, 1978 Halco b,.1980)  These studies

b , emphasize the 1mportance of somé kind of mentor relationship '

- for women. Shapiro cautions against viewing mentoring as a
'”““”paﬁacea.”'Shofclaims'fhe“méﬂ%or téiaiiaﬁbhip 1s‘$ﬁ£ a single
element on a continuum of role models and patrons. Halcomb - -
points to the-role of luck in finding the right menzor, adding'

a woman may have many mentors over the course of a career,

\
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_Newspepers-have run articles urging women and students to,go -

out and get themselves a mentor (De Reimer, 1982 Gantzell,
-1980). | ' o X |
Taken as a whole, the literature begins to describe the

~ nature of the mentorins Process, Alleman(1982) categorizes

the seharior of mentors into three mnjor functions, 1) emotion=

- al support and encouragement 2) teaching and guiding, 3) prec-

tical help.' See Figure 1 for a summary of these mentor behaviors.
. V¥hile there is no similar comprehensive list deecribins the |

behawiors\of proteges, Figure e contains a summary. of protege

- behayiors which were gsthered rrom the literature. . R

| - To summarize, the literature to date sttempts to describe

some of the characteristics of mentoring. Most of the research\

‘has been done in corporations with mnnagers and supervisors.

. The present study provides a description of the mentor-protege

“'relationshi ‘ag it appears in an academic setting. The-suruey e e

assesses the ttitudes of faculty snd students toward the men~

toring process, Presumably, students and faculty generally agree

on a definition°or_mentoring,ythink~it is a valuable relationship,-'

and display certain personality traitsfsnd behaviors 1if ‘involved

in such a relationship.,




. Pigure 1 ' ) Lo L.
, Mentor Behaviors
+ . - ’~ : ) . ' M &

'EMOTIONAL SUEPORT AND ENCOURAGEMENT

Has confidence and faith in proteges  “‘ o » ¢ Y

- ~ Expresses, recognition of potential

_— " Tokes time to listen | . o -
Helps find solutions AT o
Treats protege as adult “
Demonstrates personal caring

. Supports protege's goals -
" Takes personal risks \\ . . _ -
Takesepride in protege . ) T
Acknowledges protege success o . T

DEACHING AND GUIDING
_ 'Instructs protege about work
e Instructs protege about politics
RN Critiques work
- A‘Encourages protege_tb take courses -
. Teaches cgreer strategies
¢ Provides role modeling '} , .
. Imparts wisdom . -~ - o

k . PRACTICAL HELP . . . v o o
\\>§ ' ‘Helps with cgreer moves °° ot | ' o . s
" . Recommends protege for promotion | )
Pushes for protege acceptance - I T
Introduces proteé@ to important people B | |

' Includes protcde in meetings S

Gives challenging work assignments . = b
Allows protege %o solve real problems- Rkt

Prctects protege, senves as, buffer oL

[

Sharef'information S K e

ERIC . | S 12 . S
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Figure 2

Protege Behavioré

e

INITIATES =~ SOCIABILITY

Makes Decisions ) Works with people
Motivates others. __Works well in a group _
Acts as a leader .. Gets along with all ages
Initiates relationships . \
Makes things happen o \\
. Initiates pro;egts B - : \\

COMPLIANCE = - AMBITION |
Willing to work hard . TPrepares for promotion:
‘Willing to take advice Interested in career advancement
Follows suggestions . Plans career

Listens - Controls own fut.re

. Completes assignments
- Conforms |

‘Accepts role as learner -

Accepts authority

'\

INDEPENDENCE | PLEASURE - o .
- Does thiugs for celf Derives pleasure from work
Takes risks " Sees assignments as relewant
Sometimes'disagrees _Sees bosses as interested ”
Asks great questions Likes and respects superiors
8
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METHOD e

SubJects
~ The eample consisted of 16 faculty members and 60 doctoral
students in the ‘clinical and counseling psychology program at a

medium sized southeastern university. 'Students were'asked to

-complete the questionnaire following a practicum seminar, faculty
members were approached individually and asked 10 return the)
questionnaire at their leisure, All of the faculty questionnaires
handed out were returned and usable for a 100% return rate. Of the
sixty-two student surveys distributed, two were not counted because |

| they were incomplete. See Table 1 for a ‘breakdown of faculty and

~ student characteristics by age, sex, number of years in program
and rank. :

Survey . -
. Two separate questionnaires with similar formats were designed,
 one " for the. students and one for the faculty (see appendix A & B).
The basic format consisted of an eight page survey with demographic
- data (age, sex, concentration, etc.), yercelved definition of a
mentor -and- protege;—seiffrating—on—a—ﬁfpoint—scaie ok

traits (ambition, maturity, etc.), ranking of 10 possible reasons
for becomingia protege, 60 behavioral statements rated on a 5 point
scale, i e nI enJoy leadership roles", ranking of environmental
influencee on the mentoring process, and perceived frequency of the

occurrence of mentoring witbin the department.




m—*——'—.——q—_——'—*———'—’“ o
Table 1 | B —(ﬁ R
| Subject Demographics | ' xﬁ
—----—-----*-------------w------"-----_—---n--r ------- —E S WS s
Students % N ~Faculty % N
‘b/ ——--T- —————— bnd o d L L T Y S v r nnnnn '3 T T D it s 2 . e e e e e B e e
SEX SEX
T Mare T gg g " Male 75 12
" Female . 2 25 Female v 25 4
" YEAR IN FROGRAM -  RANK /
‘fFirst o2 31 Frofessor 13 2
Sezond 42 25 ‘Associate 25 4
e Third 6 4 Assistant 21 S
Adjunct 31 -5
” CONCENTRATION SPECIALTY °
Clinical. 77 46 Applied 69 11
Counseling @3 14 o Experimental -~ 3 5

ENTERED PROGRAM

Post-Bachelors 37 22

..Past-ﬂast@rs 63 28

Total Student N=60 Age ranges 22-44 Mean= 26

Total Faculty Neig Ade range= 2868 Mean= 39




10

Analysis of the Data |
;A_ Following return of the surveys, results wére‘%qmputer
' coded”for analysist_The‘facqltf sample was aggregate§ by sex,
- rank, and specialty, while the sfudent sample was analyzed by
. 8ex, year in program, concentration, and étatuq.upon entefing;
Chi squares were obtained withih subgroups for eaoh of four
specific mentoring queétidns. _Subjects were asked to rate

_Q_M‘A'__A;hemgelv—es»».o_n_ninalpe::aona.lity_'traita_andJnhazioanungJ S

_ scale of lﬁlqw to 5=high. Ratings on these nine traits were
summed to rerléct.a total trait score (Minimum score=9, Maximum

' score=45), ;SimiIarly; subjects rated themselves on 60 behavioral
questions, l=scompletely disagreg to 5-completely'agree._ These |
scoreé were summed for each case to deterﬁine total behavioral
~score (Minimum score=60, Maximum score=300). Oneway analyéis_pf'
variance procedure was used to'compare_tbtal trait and behavior
scores within subgroups, " |

- - RESULTS

Students and faculty were asked to respond'to four épecific
mentoring questions (see Table 2). Interéstingly,iover 94% of
‘both students and faculty desired to become involved in a mentor= -
protege relationship, WQ11e'70% of the students and 100¥% of ﬁhb
faculty feel they have been ‘involved in a mentor-protege relation-»
ship, only 56% of the(faculty gnd 28% of the students feel they are

currently involved in such a relationship. Regardipg'the particular

L4
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ERIC ~

PAruntext providea by enic [l




Table 2

Faculty and Student Responses to Specific Mentoring Questibns

Fa;ulty . Student
Questions ZYes N YNe N AYes N ZNo N
1) Have you ever been 100 16 ¢ O 7O 42 30 18
~involved in a mentor- - . - | : g : .
protege'relationshrp?
4 . . .
- 2) Do you think mentor- €2 10 38 6 . 43. 26 87 34
is occurring in . s ;

this program?

3) Are you currently - 56 9 44 7 28 17 72 43
involved in a mentor-—

proteﬁ& relationship?

4) Would you like to. 94 15 &€ 1 97 S8 3 2
‘become involved if the

opportunity existed?

Tatal N=1g Total N=g£o

11




progrem, 62% of the;faoulty feel'that~mentoring.is'ooourring
within the program while“only 43%_of the etudenteifeel that .
mentoring is taking place. -

‘Respondents were asked to list'three~addect1vee which

"beet describe a mentor and a protege. Table 3'oontains thoae

adJectivee which appeared on both student and faculty ilists.

One eection of the survey asked eubJeote to rank order .

10 poeeible reaaone for becoming a mentor and a protege. The
following were included as poasible reasons for becoming a
‘mentor; 1) To get their own work done, 2) As part of \the Job,

3) As a professional gatekeeper, L) Because eubordinatee make
them look good, 5)‘To achteve vicariously, 6) To repay past. ‘
farore or make future favors more likely, 7) To aid women, |
8) To develop crucial subordinates, 9)- To make friends, 10) To
derive satisfaction. Students and faculty ranked "To derive

‘satisfaction" as the most 1mportent reason for becoming a

(]
mehtor. Lowest ranked reason for becoming a mentor by the

students was "Becanee eubordinatee make them look sood", while -

lowest ranked by the faculty was “To aid wonmen,"

" As for reasons for becoming a protege, eubjeote were asked

to rank the following poesibilitiee° 1) To obtain & sponsor,

2) For exposure and vie&b:tlity. '3) Tc obtain coaching, L) For
protection, 5) To be challensed, 6) For role modeling, ?7) For

acceptance and confirmation, 8) For couneeliogln9) For friendf_Mm

18 -




Table 3

‘Student and Faculty Description of Mentoring

Mentor Adjectives .~ Protege Adjectives . . . .

~Ooncerned————Mature ~ — — —Colleguial  Hard=working . —

Communicative Open Dedicated Inquiring

‘Competent  Patient - Dependable Intelligent "
Eucquragef - Successful Diligent ,;Ipterested
* Experienced Teacher .  Eager .Learner -
_ Knowledgable Tolerant. =~ Enthusiastic Motivated




ahip, 10) T get ahead. - Students and'faculty were in agreement

ranking "For role modeling" as most important. Students 1_g!§dumi"‘

‘‘‘‘‘

" -wFor-protection" as the least important reason while—faculty
ranked "To get ahead" ag, the least important reason for becoming

a protegs.

Similarly, subjects. were asked to rate certain environmental o

"_ influences as being more or less inrluential on & scale of 1 to 5

in forming mentor relntionahipa. .These included' 1) Length of
residence for etudenta, 2) Faculty/atudont ratio, 3) Quality of

atudenta, 4) Professional rather- than research oriontation of the
- program, 5) Age of faculty, 6) Gender of faculty. 7) Goals of
' :studanta, 8) Faculty/student difference in training backsround,
and 9) Accessibility of faculty. Studdnts and‘ficulty agreedlthe
mogi influential factor aftecting mentoring was the faculty/student
AA ratio.. Students felt the 1east influential factor was the geuder .
of the faculty while faculty monbors felt the least influential -

_factor was the professional rather than research orientation of"

the progran, .

Trait and behavior scores were summed and analyzed by sex,
rank, and specialty for faculty respondents and sex, year in
program, concentration, and status upon ontofing-for student

respondents, (see Tables 4 and-S).szhe snrvbya were debigned

- so that high scores wéuld re:lect a higher' degree og’méntoring .




v

Table 4

¢

Mean, Standard Deviation, and F Values

- Behavior . Scores

O e > e e e e e

' Category

- e an e o - o

of Faculty Trait and

Traii Score

Behavior Score

Femal e
v9

RANK
| Professor ;Zf '.4i

Associate 4.7 Né
‘Assistant 3.6

| Adjﬁnct 3:4

SFECIALTY |
Applied . ae.é 3;7 . 01
Experimental 6.4 3.4 NS .

S A G G it S S S

2.2 . NS

204, 3

204. 5.'

196. 4

191.6

203.6

! 182- 4

s F X sD  F e
SEX |
Male 3.8 .98 194.6 . 18.7 .88

14.5 NS
197.0 '18.4 .34
17.7 NS
25.9
10.1
15.5 6.7
14.2 % - .




n 'S ‘
Table S oo . ‘ N e
y‘.\Meaﬁ, Standard Deviation and F Values of Student Trait and ‘ | T”_””i
- , Behavior Scores
e Category Trait Score Behavior Score
el X% 8. F X 8D -F e
SEX H » | | v
“ " Male 3.4 40 .17 209.7 14.2 2.0
Female 36.9 4.4 NS 215.6 17.3 -N§
'YEAR ‘IN PROGRAM
4 . ) . .
| . First | 36.4 4.1 1.00 207.5 16.0 3.1 -
‘Second  36.4 4.3 NS 216.7 14.4 %
- ) Thif‘d 7 3:—305 » 3.1 ! ) 220.0 11.8 .
CONCENTRAT ION ,
Clinical 36.4 4.2  .B2 - 212.2 16.4 001 :
Counseling  37.5 4.2 NS 212.1 13.6 N8 )
. ] . . \.". . -
| | _ |
ENTERED PROGRAM ‘ . N
PostBachelors 85.9 4.2  1.14  210.0 14.1 .65 ?
PostMasters 37.1 4.1 NS 213.4 16.6 NS 1
% P< .08

16
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qualitiea for the faculty, and a. higher degree of protege "

quelitiee for the etudente (Hisheet poseible trait ecoreaus.
highest possible behewior sooreasoo). On tLs faculty survey,
femalea and feculty membere with the rank of pro{eeeor tied

- for‘the highest trait ecore, althoush there was no etetietical
eignificance. There was a sisnificent difference on behayior °

. Bcores within the specialty cetegory, (F= 6. 7. p <.02) with - |
applied faculty membere scoring hisher/then experimental feculty,
(205.6 versus 182 5). /a |

| On the etudent survey there was a signlficant difference on

behayior gcores for the category "year in program" (F= 3 1, p<.05).
Third year etudente had the highest mean (220,0) vith aecond year

‘ students and firet year etudente obtaining 216 7 and 2%7 5
reepectively. o © e \

Tables 6‘and—7“contain‘a“breakdown or students and' \faculty

in response to ‘the followins queetione- 1) Heye you ever been
involved in a mentor-protege relexionehip in the pa~t?,. 2) Do you
; consider mentoring to be occurrins_in-thie progrem? '3) Are’ you“'
fcufrentiy involved in a mentor-protege relationship?, 4) Wbuld
you want to become invoived in a mentor-protege reletionship if -
the opportunity existed? | | |
of- the tfaculty menbere, 100% reported they had been involved

&~

ip;euch a relatiqnahip, Significant Chi squares were obtained

''''' "G | | ‘- | . | : " 23




Table &

Percentage and Chi Square -Values of Faculty Réspbnse to
Specific Mentoring Ouestions '

- Category  Guestion 1 Guestion 3 Guestien 5 Buostiaon i~
o % Chiz % Chi2 %# Chi2 % Chiz
SEX i ,. .
Male = ° 100 67 .31 58 .07 91 . .36
B Female 100 o0 NS So NS 100 NS
© RANK L |
- Professor 10 100 7.4 S¢ - 5.8 S50 7.4
© Associate 100 100 * 100 NS -- 100 X
Assistant 100 20 T 20 - 100 :
Adjunct 1G0 S0 (2] 100
SPECIALTY o , _
Applied _ 1060 64 - .01 = &4 «77 100 2.3
Experimetal 100 &< NS - 40 NS 8¢ ' NS
. )
¥ FCTIO R — T
Question 1- Have you ever been involved in.a mentor —protege

relationship in the past?

Question 2=~ Do you consider mentor

this

program?

’

ing to be occurring in

Question 23—~ Are you-currently involved in a mentor-protege

rela

tionship?

' Question 4- Would you want to become involved in a mentor-
' protege relationship if the opportunity existed?

18
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Table 7

Speaxfxu Mentoring QUustions

Question 1
Chi2

- S iy D D s et e G IS G TED D D W s

Categnry

' - %

SEX : ’
Male . 89
Female . 96

*~

'YEAR IN FROGRAM

First . . - 77
Second B 1
Third - 75
CONCENTRATION
. Clinical . &7’
Counseling 79

ENTERED THE PROGRAM
Post Bachelors S5

Fost Masters -~ 79

et O ot ) A D i e S g U P W

4,0

*

)

.63

NS

3.9

Question z Question I Guestion 4
% Chiz % Chiz % Chi2
-— -—| o *- —— e e
3 NS 32 NS 106 NS . "
39 .S€ 26 1.0 97 .17
48 NS 28 NS 96 NS
5 G 100
/ - : )
39 1.4 24 1.9 98 .82
S7 NS 43 NS 92 NS
36 .68 18 1.8 96 - .16
47 NS 34 NS 97 NS

'Peruentage and Chi Square Values of Studunt Response to

A CTD S G St D Gl et G UMD Gk DS D TN ke S s VD S SuS W PN S D G GRE WS GRS wesh Su W B

Question 1- Have you ever been 1nvo1ved in a mentor—protqge
relationship in the past?

Question 2- Do you consider mentorxng to be occurring in

this program?

relationship?
Question 4- Would you want to become involVed in a mentor-.

protege relationship if the opport

Y

19
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" Question 3~ Are you currently 1nvo1ved in a mentor-protege

ity exxsted?-
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e ——Within the rank ~categoryuonr twoﬂuestions.JLDo you- oonsider_—- -
L men}oring to be occurrins in this prosrsm?" , (Jvt2 ..71\, p <. 05) o ’
o.nd "Would you li‘.e to beoeme involved in a mentor—-protege e
' relationship‘if the: opportunity existed?" (x2 =74y P< 05)

Fad

One. hundr‘e\d perce t of faculty members with the ran of Pf_tf‘essor o ,‘
and Associate felt mentoring we.s occurring ﬁithin the program ,
, While only 20% of- Assistnnt and. 50% of AdJunct professors felt T | . .
| similarly. Regerding the last: questien, "Would you 1ike to - | ) 4*
beoome involved in a mentor-protege relationship -1f the Op'bor- *
| tunity\eld.sted?", only 50% of the Professors said yes while 100% ; .‘
gkof all others responded yes. ' . ... . - L : S |
: " ;\t On the student survey, significant Chi squares were obtained v l
.“" . ‘on the question, "Have you ever been involved in a mentor-protege '
o relationship\in; the past?" and #the cateo‘ory gex (X°= 3.9, P<. o) N
_' as well as status upon entering (x2= 3. 9, p<,04). Elghty percent
- of males sald they had been involved in a mentoring relatibnship
.véhile only 5% of'the females felt they-had. of ‘those who éntered
| the program post-mnsters y 79% claimed they had be'en.involved in a
mentoring reletiomzfiﬁp while only 55% of those entering post- ‘

be.chelers felt they ad. 7.

{#?)

. DISCUSSION

™ . ¢
‘. .

?

aidl

¢ The study's 'pur'pose was to assess the attitudes of professional
psyc,hology_ stnden 8 and ,faculty.tewerd the mentoring process. 4 . L

'
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' .e.'
basic aaeuxﬁ'ption vas thit mentoring would be seen “a5 valuable.
Indeed, 94% of the facgzty and’97% of the studenta reported ’
. they would liks to become involved in a mentori elationahip “ ;
- 1f the opporfunity oxiated. Interostinsly, more respondents felt
’ they had been involved in. a mentoring relationship in the past, '
(loo% of tho faculty, 70% of the sﬁﬁhents), than were involved
in such & ralationahip at the time of‘the study. One can only-
- apeculate aboutfthe cause of such & discrepancy in past and
present- mer.or-protege involvement, It may be the nature of the |
Psy.D. training model which encourases many different role models -
, ?,__. —4n the form of superpisors rather than one m&jor profesaor ab' B
chairman of a diaaer;ation committee. Thus, unliko past dkperience
the student may feel the preaence of many rolo models but not ona '
. .rea1 nentor. It is notable that many more faculty ‘menmbers felt
‘ that mentoring was occurring vithin the program than atudents,
;'(62% versus 43%). This finding may be accounted for by the large
_'student/taculty ratio. Very likely, faculty members serve as\ |
' mentors for gomd_eiudents but many more feel the lack of a mentof | . ”

: relauonéhip. With a large student/faculty ratio, students are the
first to feel the effects of a small pool of potential m@ntors.
' | Survey responses about the naturo or mentoring ahowed & generai
agreement between faculty and students on-the definitionoof the
| mentorigg'prdcpss. Many of the same anggtigea werg used by both

groups“gq-deacribe a mentor an@la protege. Faculty and students

Aruitoxt provided by Eic:
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- protege neletionehips. There is no conclusive evidence for this

. . . _ » _ ‘
- ) , 3 o _—
. , i .

senerally agreed the most important reason for becoming a‘mentor .
vas to derive aatiefaction while the most 1mportant reasgon -for |
becoming a protese was for role. modeling. Both groups also agreed
.'the most influential factor affecting mentorins was the Yaculty/
student ratio, o

It was. predieted atudents.and. faculty. ranking_high L

end behavior acores would be more likely to be inwolved in mentor-

- hypothesis, however, therefere notable trends. _There was a
significant difference in behavior eoofee-- among tirst, gecond, and .
_third yeer etudente as well ae between applied and experimental :.
faculty. Third year etudente ‘obtained higher behavior acoree followed

by second and first year students reepectively., It seems the more
| eenior students exhibit’moie protege like behewiore. Not surpris-
ingly, applied faculty membere soored ‘higher then experimental '
- faculty on mentor behaviors. In a profeeeionally oriented program,
. applied feculty are closer role modela for etudentp than more
research oriented experimental taoulty.

chi .aquare analysis of responses to epecific mentorins questions

morevealed,eignificent differences between students for the following :
question; "Have you eter'been'inyolved-in a mentor-protege'felation-r
ship in the paet?" Malee and students who entered the program
post-masters were more likely to have been involved in mentoring

 relationships in the past. “One can easily assume students with

28




paat relationahipa but it 19 1ess clear why more males than

females reported previous mentor-protese relationships.,
Significant differonces on the facu~ty survey were found within N
" the rank category. Ome hundred percent of those with the rank
 of Professor and Associate Professor felt mentoring was occurring
;.in the program, . Only bhalf of those with the rank of Profeasor
'felt they would want to become involved.in a mentor-protege B o
relationahip 1f the opportunity exigted. . = m."”f"pﬂmm.;;f

The study is imted in that it only surveyed students and
faculty from a profeesional program. No attempt was made to f
obtain data f;om a scientiat-practitiqqer traininé prograg.:—The»-

’ suriey may have served té heighten thd,awarenqés of the mentoring
process in the tralming of professional psychologists. It is but

a first step in the.desériptionfof & complex relationship. Further
work noedg to be done examining the 1nsredianta of auccessrul
mentor-protege pairs 1n acadomia. Once specitic mentor-protege
behaviors have been 1solatod, vorkshops almed at ostablishing and
maintaining such. rclationahips nay be developed, - o

29
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| ~ Student Survey
‘) .
Plonse f111 in the blanke or circle the corroct choice,
'A&e-
§g; - Hnlex -Female ) L _ ,
Xoar in Program -1 2 3 4 o R

Concentration - 01inica1 Counseling
' zmm lhe anzsm Post Bachelors
| Pbat Haatora

" 'In one or‘two aentenoos, what 13 your dofinition of a mantor~protege

relationship?

© Select three adJectivos that best deacribe‘ |
A Mentor: ‘ |

'A Protege:

28 |
34




A mentor-protege relation hip%haa been described in the literature &s:
. ) . | |

- A relationship in which a person with greater rank or experience .

- takes a personal interest in the education or career development - - = .-
of & person with less nank lor experience and arranges for that S :
person beneficial experiences. These experiences and the - . N
relationship with the senior member of the pair have a very SN

' positive impact on the career progress of the recipient, - ;“,ff
Please keep this definitioh in mind as you £ill-out—the rest of the _

9 \

—survey, but do not go&back[to-cﬁange previous answers.
: ] | l : | . _ .‘ \ | -
g@&;te the follovingiadjecti&pa bﬂ placipg"qn X on the blank correspond-

iwing to the number that most clos?ly reflects ybu: fmﬁeeaanlent:vof-3"1"41_"5931-if-'"‘'"""""-"T

"1).Independén99 . 2 j

2) Hard Worldng = : o o w2
'3) Initiative ... L
SR T TZT T3 " 5
4 ), Anbition . o L
. -
- Low T High
5) Maturity - ~ ;
1 2 3 N %
6) Knowledge L _ ‘ -
- 1 e 3 Ny 5
7) Innovative _ o .
. : 1 2 3 i 5
- . Low High
- 8) Eagerpess - - _
- : s 2 5. & "5
Low B - . High 4
9) Competencs o .
Low High




The following are possible reasons for becoming a mentor. Rank them

from 1. to 10 with 1l being the most important reasoﬂ'hnd 10 being the 1east. a'i
To get their own work done ] | :
— As part of the job | - ' -—-—-~¥55

T T As a pro feggiowmmw—mmﬁSSion)

FullToxt Provided

Becanse subordinates make thenm look good
To achieve vicariously | ‘
To repay past favors or make future fevors;none_likeli A"' _ »'":gQ
To aid women R | |
To develop crucial subordinates
To make friends

.?b derive,satisfadtion

H I-I-I'I'-I

The following are Tossible. reasons for becoming a protege.' Rank then |
from 1 to 10 with 1 being the wost 1mportant reason and 10 beins the least.
’ To. obtain a ~sponsor AN "
For exposure and visibility
To obtaln coaching . |
For nroteotion _ .
To be challenged =~
For role modeling - \ ‘
for acceptance and confirmation\"
For counseling . -
For friendship

ERRRRR ;I._;l'.lk

To get ehead

ERe§ : - | f” : 36 I BN ’ Sﬁ
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Rate the followins statements by placing an X on the blank corresponding ;

e

| | to the numbez that most closely reflects your opinion ‘'0f yourself, " i
F, B 5 2 T3 m 5 S |
: - COmpletely \ e COmpletely N
D&aasreol T Agree

1)1 have no hesitation in expresaing
B a dissenting opinion.

|
-\
¥

2) I enJoy leadegship roles.~

. '3) Iana good l:f.atonorw

4)<Sometimea 1 feel oy future 15 out ‘
of my control. ) | 1l -4 3 L .

.

1;5) I control my destiny.

6) At timeawlmcannot seem to make up | '

7) I tend'to seek out pthers.

8) I do not onjoy taking chancea.

";) I lzl.ke to be taken care of by | - |
.. - others. 1 e 5. 4 y
10) I would rather be a partlcipant ~ ) g
' ‘than a 1aader. 1 .2 3 4 -
11) It is wrong to do what 1t takes to . ' ,
get ahead, = 1l - 5 b4
 '12) My courses seem 1ike a lot ot - .
1 busy work. 1 2 3 4

. 13) I have been known ﬁa & hard worker.

14) Other people must motivate me. ‘ . Q

15) I am always open to suggestions.

we . T s

wll Toxt Provided by ERIC : . |
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m— —————— ——

] > 1 2 3 g 5 " o
-./ - . Completely | " Completely
| - _Disagree - - . Agree .
16) There .are not enough nonconfor- — |
- miste in this world, 1 2 3 4
17) Supervisors do.not-seem to really _____ _
care about’ individual students, | 1 e S b
18) People. noed not follow the aug—“ﬁ | _
gestions of others. 1. 2 3 4
19) The courses I am taking now will e
e greatly help me in the ﬁ.eld. 1 ) 3 4
"20) I enjoy working vith people. “ _, ___ '
/ ' 1 )y . 2 12 ¢ { ‘.* :
'21) T try to let nature take its | |
course, 1 e, 3 b
22) Unfinished work bothops me, o B
23) ‘People often annoy me. _._ . L
SR - I T2 T3 -T&
24). 1 enjoy the role of a student, " '
- P - B
"5) A career does not take too much ___
" plauning, . T 2. T3 7§
26) Others have sa:l.d I am’ career —_ e 7 ‘
~oriented, =1 2 3 " &
= 27) I have a difficult time with o .-
- peopla of a certain age, : -1 3 3 &
. 28) My professors take an :I.nterest —— _
- 4in gao 1 2 : 3 4 =
'29) People should not try tobetoo o
difforont. e s 1 2 3 [
| 30)/ Femily takes precedence over P —
career, ., X 4 a - 3 Y
31) I wait for the other person to B
initiate a relationship. _ 1 2 3 /A




.Completely
' . Disagree

32) Others have called me a risk taker.'

33) When things are nlow I make my .
‘ own excltement.,

34) I do not like to take advice fyom

others.
35) I-accept authority. .

36)VWbrk.groups héye.boeh natiafying;

37), take active steps in planning

my career,

. ,38)}1 would prefer a job uorking inde-

| pendontly nathor‘than with othors.

39) I am a good "cheerleader" when it
~comes to encouraging others.

40 I would not call myaelf an
, 1nit1.t°r .

41) I onJoy doins thinss for nyaelf.

i h_) I find it oasy'to nake decisions. |

43) T doubt whekher my Job will be
very much fun,

44) I follow through on the advice
of others. v

45) I tend to be more of a talker
than a listener, \

46 ) I:enJoy people of all ages.

. 47) I am not very accepting of

authority.

'gggggetely
S
| 2 "3:7
—1. "z 1;37_
e
7
e
1 T2 T3
1 2T




% ® lsé _ “ " -
e | - Completely : . Completely
‘ Disagree = -

L ‘ - Agree

e

48) I would rather do an independent
project than 'ozk in a group,

. 49)'I 1ike and respect noat of ny
. profeaeora.

50) The leaders of this field are not
. very worthy of reapect. .

—7
T
| -1
51) It is difficult for me to accept :
my role as a learner. - 1 2
1
1
1
1
—1
1

52) T 1ike to initiate profects..
g

53) In class I am the first to raise
-& question, R <\

54) Sometimes I do not complete
- projects.

© 55) I try not to ask too many
questions.

' 56) It is best to keep disagreemants
‘to oneself.

57) I make sure I take the right steps
to insure promotion -someday.

— —— T

 "58) I enjoy my work. : |

To what degree do the following environmental influencea effect the
posaibility or mentor-protoge relationships accurriég here at. FIT?

o 1 2. "3 % 5
* ~ No S Strong
Influence _ _ Influence
‘1) Length of residence for studeni.. - ; | -
| | » 1 2 "3 5
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» i

N
1 e 3 & 5
. No ‘ Strong
Influence o Influence -
 2) Faculty/student ratio. R o
| S - 1 2 3 n 5

3) Agé of faculty.

4) Qutiity of students.

| I~ "2 "3 ."% T3
5) Professional rather than research o
. orientation of.the program 1 2 3 i L 2.,
6) Gender of faculty., = .
" - .1 2 3 4

7)'Goals 6f_stndents." |

8) Faculty/student difference in :
A training backgrounds. . , -1 _; \

9) Accessability of.faculty.

i T2
. Pleaae answer the folldwins questions by circling!the.appropriate response.,
* / A ' ‘ :

Have you ever been involved in a mentor“protegg_ S
: . L , - / .YES NO

.relationship in the past?
. ¢ G
/ '
/.
Do you consider mentoring to be occur'ing fn - '
. ‘ L - YES NO.
o - this program? _ ‘ { ﬂ i K
' . Y /' , - -
Are you currently involved in a mentfr-protoge .
' . . YES NO
relationship? / : "
. ! !
Would you want to be come involved in a mentor- )
YES NO

s *

| rotege relationship if the oppor?unity existed?

!

EKC 41/‘
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Faculty Survey

/

Flease fill in the blanks or circle the correct choice:

-
ng- Malé Fenmale . |

Rank- Professor ~ Associate s Assistant  Adjunct
. Mumber of yosrs at FIT- ____ . .
Svecialty- Clinical - Experimental

[

In one or two sentencos, what is your definition of a~mentor-protege

 relationship?

 Select three adJectivég that best describe:

A Mentor:

. A Protege:

37
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A‘mentor-protqse'rqlat;onahip'has been described in the literature as:

A relationship in which a person with greater rank or
experience takes & personal interest in the education
Or career developrment of a person with less rank or
experience and arranges for that person beneficial °

~ experiences. These experiences and the relationship | 8
with the senior member of the pair have a very posi- ) -
.tive impact on thegoaroor Progress of the recipient.

Please koeb this‘definitfon in mind as you tiii out‘tho_éost of the

~survey, but_do~not g0 b;ck to change-previoua answers, -

m———

_-R&ta the follpwiné adjectives by placing an X on the blank correapondiﬁg

" to the number that most closely reflects yoﬁf assessment of yourself,

1) Confidence

S B T 5

Full Tt Provided by ERIC.

| _ Low E S High
. 2)_Security - _
- 1. 2 3 N
_ Low o . High
3) Risk Taking . L
~1 e .~ 3 & 5
. Low = - _ High
- 4) Altruism | L —
A 3 5 T 5
| . Low \\ High
5) Flexibility ' . \ _
. . 1 2 " 3 & 2
- _ ’ Low . | '\ High
6) Warmth | . N
A | e 3 L\ 5
Low ' ~ High
- 7) Caring - S
| - 1 2 3 N 5
_ ; Low ‘ High
8) Unselfishness . s
| | | 1 a ) L 5 .
Low High
9) Information Sharing
| | —1 T 3 n
n | . Low s High
ERIC | | 44




t

/ .

39

The'following are possible reasons for becoming & mentor., Rank tlenm
~ from 1 to 10 with 1 being the most important reason and 10 being the least.

"-___;_ To get their own work done- | f

— As part of the Job | | .
/)_‘;::/As a professionel gatekeeper (limiting who entere the profession)
Because subordinates make them look good '
To achieve vicariously - .
Tb repay paet favors or hake future ‘favors more 1ikely _
To aid women o | : . R &
To develop crucial subordinates |
To make friends S B

L )
L
—
L
———
“

To derive satisfaction

The following are possible reasons-for becoming a protege. :Rank then
from 1 to 10 with 1 being the most important reason and 10 heing the least.

— To-obtain a speneor'f
;;_;_ For exposure and visibility
o To obtain eotchins
n For prqtectioe

To be challenged

- For role modeling

‘For acceptance and confirmation
For couneeling

Fo: friehdship | !

To get ahead

wll Toxt Provided by ERIC
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Rate the following statements by placing an'X'on\the blank correepocding
to the number that moat closely reflects your opinion.

' Completely L ' Completely
/"~ Disagree . . Agree ~
1) I do not heeitaé% to gave positive feedback _ I )
to students. . , 1 2 3 4
"2) 1 try to make atudente aware of the role ~4‘ _____'_;_;_,_,___ -
| and work of a psycholosiet. S l 2 3 4
3). T would like: the role o) a guru, imperting ﬁ;; .
- sage wvisdon. 1 e 3 4
4) It is important for atudents to begin to e e
e -3 4

‘assume some authority. . ) 1

5) I seldom get a chance to introduce etudents

)Y |
K

to the connections I know,. 1l - L
6) I have backed certain students and pushed . i
‘ for their acceptance., . - 1 e 3 4
?7) I often write letters of recommendation | .
for students. _ ; o1 2 3 4
8) Studguts best learn about their professional e
role through practicum. . T -, Sl '
-9) 1 try to help students to find solutione 3 | _ |
to thelr problems. . 1l ] 5 4

10) 1 try not to socialize with etudente.

' 11) I have -every confidence in my students' = _____ _ .

abilities. . | [ 1 .- 2 3 I
12) Students should be encouraged to take more ___ e -
.- workshops, i 2 3 [
13) I find myself giving a 1ot of encouresement 'f __ —_—

. to etudente. _ 1 2 5 4
14) I have helped with the career moves of o

students, -1 2 4

15) I feel uncomfortable with.eelf-revealins.

16) A student should be encouraged to find. their

own solutions, : 1 2
17) 1 prefer to treat etudenta 1ike adults.

Aruitoxt provided by Eic:




e ey
18) 2::::::-- scknowledge tho per-om. r;:ks S — — _3___‘_ _5__ |
__19) iag:;:n:::gﬁ. a}lovins othora too fucé ._T* __2_ S _5_
20) Students do not need my baokins. — - _3_ -
21) Students esldom see tho rul io. - _1_ __2_ e _4'_ __5__
| 22) it‘:o: ::\.adont _‘_10“ well I nko sure thoy _1_ —— —— __‘_ _5__
) LIPS e e e bt
- 24) ]o::ri:r‘::v:z.!_mlf to advise .tudents én. | _1__ —— __3__ _1_ _5..

25) Certain students make e roud. f‘f_'

26 M tud t 10t m JUTE R ] .
e e

. 27) It helps people to be avare ot who they ' — ", L
-~ should and should not get olose to, S - e, { -1——3— -

28) My courses are ohanongi.ns.

~-29) It is dangerous to remind pooplo %00 often

of their successes, e _!"'""3— "1_—5"

30)4 faculty member should be equitable and i
try aet {o have too many persomal tavoritoa. -t - -3 _7_ —'5—.‘

31) Not man eople can make me feel . oud. _
‘52) I try to steer clear ot thc roconendation |

process, '—1— —-2-- —3-—- T-—;—— A
“55 I find myself doubting students' abilities, ' CI
) y , gs . k M ke ke nhy o
' ‘ .> . . . » ’ *‘ .

- J5) There comes a point when further couruwork |

is not uaotul. | ——— —T' —— —— —_— )

- 36) It 48 wot nport nt for ltudeuts to know. » o
- what goes on in faculty nothgn. TEE 1 2 "3 & TS5 y

34) I am too young to -bo'cons'idgrod_wiu.'




T~ T "'!" =%
Completely ' _

a2

Oo-pletely
Agroe :

' Disagree |
37) 1 enjoy being a rolo lodo1"fot students,

, | 38) I have atudoits whon I oonlidor frtcnda.

'39) 1 tako & personal 1ntorolt in some of my
: atudontl. : _ .

40) Studento learn career ltratogios vhon thoy
are out on thetr own,

. 4;) I-try anot to oncourage ltudontl_tgo_luch.
42) It is holpful for students to neot 1lportant
people in the profoooion.

43) Many ‘students aro ‘not. very mature,

-y —— —3— T -5""
- =

44)_It-¢e iaporttnt”fhat ltudento be oxboaod
to real problons. "

It is helpful for studento ‘to - be 1nc1uded

'_ T T YT -5"

T

~4in meetings,

Students often have u:roaliatic goals,
g:udenta know boat what their ;oala should
Paculty should rotui: the authority. not tho

students,

It is difficult for me to tell a studeat
that I think they have potcntial. o

I am accessible to students who need a B
listening ear,

I heoxt@to to be too oritical ef a student's
| 52) There is mo place for politio- 1n aoadonia.

53) I find nyaolr advising otudonta on career i
A lOVO' ' \

54) 1 onaoy giving conutruotivo oriticism to
students on aspects of their work,

—1——2—-3--1-—5-'
—1——2——3—-‘1——5-'
—r——r--T-—r-—s-
—r--r—s——r-—s-,
"T"'"T"_S"'_F'_B"'_

»




3 | :

55) .1 have 1ittle time to 110ton to studerts’

concqru. L . co-plctxly 2 3 E ompl oEoly

| . | Diusrn | Agree -
56) Students meed not be ohallu od in
| order to lears, _ ¢ , _I— ""2_ _3— "T" —5'-
"57) I am fairly active ia diueliuting o

 information, -1_' —!—" '_3_ -1_ _5_

58) I serve as a bufror ror-cortain- students,

59) ‘Sometimes I forget to slurc 1nfomtion | -

" with students, —T"' -z —‘3"' - "5'—‘ :
60) Students meed to stand on their own vithout

v

my protection. "'I"" '!" 3"" L ""'5'
To what degree do the -téllowing onvironnéntal 1nf1uogpbb effect the poss~
7 1bility of lontor-protogc"rohtuuhipn oocms.ns here ut_ﬂ'rf?

No ' Strong

Inﬂuoneo -' Influence !:
1) Length of ruidence f.or. atuc&ntu. | e _2__ —— 'T_ _5...
) 2) hculty/atudont ratio. : : _r_ e e _1_ T _.
b ,3) Age of faculty. | | .—1— _r _3__, - _5— | i?
4) Quality ot- ltudontu. o |y __2_ _;)_ _T_ ——

) Professional rather than ronarch

| orientation of the program, | S Ry A — .
- 6) Gender of :fou:‘ltr' | | —_— ‘_2_' e ’A
.’I) Goals of atudentu. —"1— -2-— -3- —1-.._5._.
.8.) g:g:gg(‘ ;:\.lt.ionft diftorenoo in trainifag | _1__ e —— _T_ —-g-— |
3) Accessibility of *_f_aoulty. | | S :

ST Ty T T




. @P}phaq ansver the ;ollowins queationa by cirdlins the appropriate response,

» J

Have you ever been involvod in & nentor-protege
. "~ YES - NO
relationahip in the pnat?

Do you ooaaider Iontoring to be oocnrring in .
YES NO
e ‘ thla prosrnl?

ATe you currently iivolved.1an’iento£-protoge vES o
relationship? |

Would you want to become invoived in & mentor-. vES o
' protege relitionship if the opportumity existed?

44

. [




